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BRIEF

PSONN. RESARCH FOR OFFICE CAIDIDATE SCHOOL

Requirement:

To review roes-arch conducted on OCS selection and evaluation
prob] emss.

Procedure:

The present report describes the present OCS selection devices and
discusses their operational use in selecting Officer Candidates. Impor-
tant details of research design and findings are presented.

Findings:

The selection systems in operational use for the past several years
have been effective in selecting candciates wvo will be effective OCS
candidates and officers. Use of instruments to predict resignations and
a more precise identification of the kinds of officer perforance to be
predicted are expected to lead to further improvements in the selection
of officer candidates.

Utilization of Findings:

The present selection battery, described in this report, was recom-
mended to DCSPE early in 1956 for use in selecting candidates for Infantry
and Artillery OCS. The battery was introduced to the field through
I)A Circular 611-17, dated 17 August 1956, to become eifective 26 November
1956.
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THE PROBL11M OF LEADERSHIP MEASUREMENT IN

OFFICER CANDDATE SCHOOL

I. INTROOUCTION

A. OCS and Officer Procur..mnt

The Army Officer Corps varies in size as the needs of the country
change. Immediately prior to the Korean conflict, the Corp,, numbered
about 63,000 officers. But at the peak of the conflict, this figure had
more than doubled. With the cease fire it started declining until, by
1956, it had drop-ed to a little over 100,000.

Much of this fluctuation has been possible because of the flexibility
of the OCS rrogram. Since its modern-day beginning in 19i41, OCS has
traditionally produced a substantial proportion of active duty officers
in time of mobilization, decreased its officer output to only a slight
trickle in the absence of open conflict. The bulk of the 78,000 non-
Regular Army Officers on active duty today originated from Officer Reserve
Corps and Reserve Officer Training Corps sources of officer procurement.
Only about 12,000 were trained in OCS.

The story of OCS since 1941 illustrates the flexibility required of
OCS officer output. At the beginning of World War II, when OCS programs
were started at the Infantry School, Ft Benning, Georgia, classes were
reporting at 5-week intervals. In response to a need for, more officers,
classes were quickly stepped up to the point where the Infantry OCS was
graduating a cl&,s every day. With the end of World War II, the Army's
need for new officers subsided; the OCS for all branches was transferred
to Ft. Riley, Kansas, where it became part of the Ground General School.
Again, to meet the urgent need for trained combat leaders that had arisen
as a result of the Korean outbreak, many of the branches reactivated their
Officer Candidate Schools, so that by late 1951, OCS's were in operation
for Infantry, Artillery, Signal, Ordnance, Engineers, Anti-Aircraft and
Guided Missiles, Armored, and Branch Imaterial. Of those reactivated
at that timeý, however, only the Infantry and Artillery OC3 's were still
in operation in early 1957 and those operated at drastically reduced
rates of officer output.

B. Rete�ch Cev*ihuties to OCS Operations

Witn 0C3 thus called upon to provide a quick source of junior officer
material in the event of' mobilization, it has been highly iportant that
OCS selection and training techniques be always up to date, despite low
manpower requirements in peacetime. Since the activation of The Infantry
OCS, research scientist3 of the Personnel Research Branch, The Adjutant
General's Office, have zonducted a continuous program of research to
provide the Army means .f identifying those enlisted men who through short
training periods in 0C3 will perform effectively as officers.

ANA- -N&- 4080OWN



The improvement of OC3 selection has been an important enough problem
to Justify the participation of approximately 15,000 officers, officer
candidates, or officer candidate applicants in some phase of experimentation.
Nearly 50 separate experimental or operationaU instruments have been pre-
pared and tried out. These instruments have given representation to a
wide variety of concepts and techniques related to leadership as hypothe-
sized by military and psychological experts: leadership opinions and
attitudes, leadership interviews, mental ability tests, life history
information, activity preferences, self-descriptive material, reports and
ratings of demonstrated leadership ability, recommendations -nd recom-
mendation blanks, measures of interest, measures of motivation, measures
of personality attributes important to leadership, autobiographies,
academic grades, situational or performance tests.

Resulting selection techniques have provided the Jormy with an admin-
istratively feasible Officer Candidate selection system geared to officer
leadership requirements. The first leadership test selection battery was
introduced in November 1946. This battery and later revisions have proved
effective in helping select candidates for OCS training even in the face
of severe operating difficulties.

The purpose of the present report is twofold:

1. To describe the present OCS selection devices and to discuss
their operational use in selecting Officer Candidates.

2. 'To present important details of the OCS personnel research effort.
These detcAls will t,ý found in the Technical Supplement to this report.

II. HOW OFFICER CANDIDATES ARE SELECTED

A. Current Selection Rquiromwnts

An applicant for officer training is highly select; to demonstrate
his quality, he must satisfy numerous requirements. Basically, he must
possess the necessary mental ability to meet the academic requirements
of OCS training and to perform in the capacity of an officer. But further,
he must have attributes and personal characteristics such as poise, emo-
tional stability, self-confidence, and the willingness and ability to
shoulder responsibility for accomplishing the mission of an officer in
the United States Army. These help identify him as a potential officer
leader.

Selection for OCS starts with mental eligibility screening based
upon general ability measures (Aptitude Area General Technical and the
Officer Candidate Test). Physical, educational, and moral requirements
must also be met. Applicants who meet these basic requirements are then
selected coqpetitively on the basis of scores on a test battery designed
to predict leadership performance.
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d. Wkt the Leadaship Tests Mnsure

An irmediate objective of the OCO selection instrunents is to provide
effective means of iLdentify.ng which candidate- will perform successfully
in OCS and which will not. This the instruments do. But does success in
OCS also mean success as an officer? It I . pertinent to inquire into the
kinds of officers our Officer Candidate Schools are producing, for officer
performance is, of course, the ultimate payoff.

The following facts have been determined as a result of research:

One: Leadership test scores of OCS applicants compare favorably
#ith the way candidates are later ealuated in OCS by their
tactical officers and fellow candidates. Moreover,

the manner in which candidates are regarded by their
tactical officers and fellow candidates give fairly
accurate indications ctf their leadership ability and
potential as an officer, both in garrison and in combat.

Two: Tests of general mental ability used in the selection of
officer candidates conpare fa-'orably with grades made in
OCS. However, unlike leadership evaluations,

grades in officer training do not appear to have direct
correspondence with quality of later performance as a
junior officer, either in garrison or in combat. (This
is a finding that holds both for OCS and for the U. S.
Military Academy officer training programs.)

Thus, applicants who make high scores on leadership tests required
for OCS selection are more likcly to be the better leaders in OCS training.
As the better leaderE in OCS, they are more likely to perform successfully
as oficers. Therefore, the higher the leadership test scores of applicants,
the better the expectations of success as an officer.

The same analogy does not hold true for mental ability, year of educa-
tion, and academic grades achieved at OCS. Applicants with scores above
the minimum requirements of 110 on Aptitude Area I, 115 on 0(X7., and wIth
more than 2 years of college education have not been found to perform any
better or any worse as junior officers than others satiefying minimum
requirements only. Similarly, candidates with high academic records at
OCS do not necessarily perform any better or any worse as junior officers
than those who Just get by. The analogy may not, however, hold for senior
officers in assignments where intellective requirements may be considerably
more important. Unfortunately, no research information is available
concerning the relevance of these factors to performance of OCS greduates
as senior grade officers because of the scarcity of data for an appropriate
research study.

The leadership selectior _r;truments found most successful for OC3
selectiZon purpcs £S . '945 Ita -ve i c.ed an objectively scored report of
officer pottwt0 4[ (evaluation reprt), kn inventory ol personal and
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background factors, and a standard board interview procedure. Each of
these instruments was introduced for operational selection of OCS
applicants after thorough research study. General descriptions of each
type are given in the following paragraphs.

I. The Evatu thon ketort. One of the best indicators of future
leadership performance has repeatedly been Dast or present leadership
perfornance. The evaluation report i'n the OCS selection battery is not

a test in the traditional sense. It is a carefully devised form by
means of which the performance of the applicant as an enlisted man is
evaluated with respect to his present leadership performance and his
judged leadership potential. This report is made out by the immediate
superior NCO, endorsed by the immediate superior commissioned officer,
and forwarded.

6,. I he Inventory. The inventory is a paper-and-pencil test taken
by the applicant. It consists of test questions covering a wide area of
personal factors. These factors have been picked as those which most
consistently have identified successful from non-successful candidates.
Examples are:

a. Factual background and personal history of the applicant.

b. Self-evaluation on officer requirements.

c. Annoyance--extent to which the applicant is annoyed by others
and by situations.

d. Attitude toward various leadership practices and principles.

e. Judgments as to the desirability of various characteristics
in officers.

f. Self-evaluation of interests, skills, and reactions with
respect to various activities.

.5. rmtntn,,ng docyr,7 Procedures. The third leadership portion of the

OCS battery consists of the appearance of the applicant before a panel
or board of 3 to 5 officers. The first half of these procedures is an
interview, which marks a departure from the traditional Army board inter-
views in that only carefully delimited aspects of the applicant are con-
sidered. Only in the second half of the Examining Board procedures do
the officers comprising the Board make an appraisal of the applicant in
terms of his complete record for determining his overall qualifications
for a commission in the Army Reserve. The Board then submits a recom-
mendation to the major comnander of the Army Area to reject or accept
"the applicant.

The purpose of the interview portion of the Examining Board proce-
dures is to observe and measure one general aspect of behavior that is
best observed and measured by a panel of officers in the 30 minutes
allotted--the applicant's ability to deal with people. An interview of
this type has been• deiisnstrated through research to be valid for such a
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purpose, but not for most other purposes. For example, the interview is
not legitimately employed to obtain information that is available else-
where, such as an estimate of intelligence, amount of education, or the
number of positions of leadership held in school.

In a very real sense, this interview constitutes a series of miniature
officer situations. The applicant is placed at his ease, and then presented
informally with problem situations for discussion. The manner in which
he handles each problem gives the Board opportunity to observe and to
evaluate him in terms of such specifics as self-assurance, appearance,
voice control, ability to organize ideas, etc. Board members make inde-
pendent evaluations of the applicant. These are later combined and added
to scores on the evaluation report and inventory to provide the final
numerical indication of the applicant's fitness to enter OCS training.

Altho,,gh a valid instrument for OCS selection, the interview is probably
the most subject to misuse of all the OCS leadership selectors. It is
carefully structured and objectively scored, but no method has yet been
devised to insure that examining boards follow exactly the prescribed
procedures. For some examining board members, the temptation to inject
untested personal theories of leadership required in an officer is over-
powering. The danger in straying from established procedures in the inter-
view lies in the Dossibility of unduly weighting certain aspects of the
candidate already measured by other means. The net effect may be to reduce
validity. In fact, it may appear surprising that the interview instrument
has any validity at all under the circumstances, except for one saving
feature--a set of standardized evaluation ratings that form the basis for
the final score. Deapite these difficulties of field use and control,
some of which are also present for other OCS selector tests, however,
the OCS battery continues to be an effective means of selecting officer
candidates.

C. Need for a High Aplicant Rco

The OCS selection battery can operate effectively only so long as the
need for personnel selection is present in the operating situation. The
presence or absence of that need is not always obvious. If th- major
iieeding out of unacceptable applicants is being accomplished before formal
testing, or if the number of qualified applicants falls below the number
needed for a class, then the use to which the selection battery can be
put may be severly limited, however superior it is to all other selection
methods.

The Army intends that Officer Candidates be from the elite of the
enlisted ranks. High selection standards are the most logical means of
achieving these ends. But do high selection standards insure qualltyr
The reader's attention is invited to 7'gure I, where i5 sho-,m the number

Stp�c•-1 grorp of 1000 men entering the Army who qualify to apply for
0C3, and the number who actually do apply. The use of a cutting score
of 110 on Aptitude Area GT makes about 335 eligible to take the Officer
Candidate Test. The cutting score on this test leaves about 250 who
would have the requisite mental ability to apply for OCS training.

-5-
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The physical and educational mandates would limit those who pass the
Aptitude Area and OCT hurdle to about 200, still a healthy proportion of
the original group. However, and this is the crux of the matter, only
about 30 of the 200 choose to apply for OCS. Many of these .30 will also
fall by the wayside since the selection of applicants by means of the
OCS battery typically reduces by approximately one-hal] the number avail-
able for assignment to OCS. Of the original 1000, only about 15, or 1 1/2%
of the Army's input, will enter OCS.

A final word, however, on the caliber of those who apply is in order,
lest an incorrect impression be given. In the extreme case, the 30 who
apply for OCS would be numbers 171 to 200, or the bottom of the list of
those qualified physically and educationally, when that list is arranged
in order of leadership potential. Thus, even the 15 who Ainally enter
OCS from the original 1000 may not be as select as the successive elimi-
nation implies. Herein may lie, in fact, the basic reason for the lar'ge
OCS attrition and failure rates occurring during the past several years.

III. MOTIVATION, ATTRITION, AND OCS SELECTION

Low applicant rates and high resignaLton rates are frequently
explained as resulting from lack of proper motivation. But despite
Department of the Army efforts to discourage the acceptance of resigna-
tions during the first half of OCS training, resignation rates have
been distressingly high. It may be assumed that most applicants are
initially "well-motivated", desiring OCS training. But for many, moti-
vation, goals, and values change during training, for various reasons.
For example, some men undoubtedly apply for OCS without full realization
of the adjustment effort required for the course or the active duty obli-
gations which follow, notwithstanding OCS orientation talks, pamphlets,
and films to which they have been exposed.

A. Pdlctng R..igwntimn

Some of the factors underlying the motivation of the candidate canxat
be identified or predicted in advance because of their temporal and/or
circumstantial nature. Exawples are illness or injury to the candidate
or financial or domestic crises--factors requiring the candidate's earlier
release from the service or resulting in a break in tralnin. However,
other motivational factors lie within the candidate and are, through
special testing devices, both theoretically and practically identifiable
at the time he applies for OCS.

Part of the research effort that has gone into the development of
officer leadership measures has been devoted to the development of a
"resignation key", to be administered as part of the operational OCS
Inventory. As in the inventor7, the questions on the resignation Instru-
ment require the examinee to mke self-estimites and self-reports. In
this instance, the selU-.t=tues my be with respect to the applicant's
typical reactions to the requframents of officer training and of officer
duties. Self-reports my be required on qiestions concerning his
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persistence, stability of personal goals, intensity and direction of his
goals, etc. All questions have been carefully selected fran among those
which successfully identified resignees and nonresignees in an experi-
mental group of OCS applicants who later became candidates. By and large,
questions in the instrument are those whose relevance to the topic of
potential resignation is not too apparent to the examinee. Thus far,
research studies have ind 4 cated that the resignation instrument has excel-
lent promise for use in the identification of those likely to resign before
they are selected as candidates. Before introduction of this instrument
into the present selection requirements can be Justified, however, a much
more favorable applicant rate than nov exists will undoubtedly be
necessary.

B. The Role of .he OCS Evoluetion System

Motivation failures in OCS are not confined exclusively to resigna-
tions. Attrition rates continue to be high for reasons of leadership
deficiency. What connection is there between the selection battery and
attrition rates?

Army officers responsible for procurement and training typically
gauge the effectiveness of selection procedures in terms of attrition
rates at OCS. To do so is to expect too much of the selection procedures.
As already pointed out, motivational failures are partly unforeseeable
and hence unpredictable. For another thing, it is not altogether clear
whether OCS today is intended as a further officer screening and selection
program or as strictly an officer training program. If OCS is a further
screening program, then attrition should be. regarded as an inevitable
and necessary step un developing good officer potential for the Army.
If OCS is a training program only, then attrition must be attributed at
least partly to failure of the OCS to meet it's responsibility to see
that the candidates' levels of motivation and effort are maintained.

Success or failure in OCS may very well be a matter of some arbitra-
riness because attrition rates and causes have typically varied with
individual schoole and with individual tactical officers within a school.
Moreover, attrition rates have also reacted very sluggishly or not at all
to radical refinements in selection techniques and procedures. Undoubtedly,
peer and tactical officers note differences in characteristics among
candidates and evaluate on the basis of them. Since the original selec-
tion techniques assured adequate levels of relevant leadership character-
istics of the candidates, it might be well to inquire into the relevance
of these differences of candidates to later officer performance. An
important need for OCS is a set of standardized evaluation devices,
reflecting both uniform leadership concepts and measurement techniques,
so that OCS evaluations in the future will be more constant. Current
effort in the Personnel Research Branch is now being undertaken to
introduce such devices.

Finally it has been suggested that attrition may be a function of the
evaluative process itself. If a philosophy and resulting practice of
"grading on the curve" is followed, with an arbitrary bottom percentage
automatically lopped off, some attrition of course is inevitable.

B



IV. SUMARY

The present OCS selection devices discussed in the foregoing section
of this report consist of two mental ability screens to insure that
applicants have a basic minimum level of ability to perform officer duties,
and three techniques to assess officer leadership potential--an evaluation
of enlisted performance with respect to officer potential, scores on a
leadership potential inver. *ry, and evaluations of ability to deal with
people as demonstrated before an officer examining board. The leader-
ship selection battery is effective in terms of ability to predict OCS
training performance, which in turn bears close relevance to later per-
fornance of OCS graduates as officers. Operational effectiveness of this
battery has been shown to be in part dependent upon continued similarity
of OCS training to officer requirements, constancy of OCS evaliations,
and availability of a sufficient number of OCS applicants to justify a
selection procedure. The problems of attrition in OCS are seen as highly
cor:Vlex, since much of OCS applicant and candidate motivation is circum-
stantial and hence unpredictable. Use of a resignation predictor, demon-
strated to have considerable promise, is seen as a partial solution to
the problem of high attrition; introduction of a standardized evaluation
system at OCS as another.
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Technical Supplement

__I. RESEARCH DURING WORLD WAR II

A. MWatal Ability Tests

,1. l�A1QL. The first task in OCS research in 1941 was not a leader-
ship prediction task as such. It was the development of a uniform educa-
tional examination for selecting candidates. Research was then in progress
to develop high level mental examinations for selecting Air Force Cadet

__ trainees. Two forms of the Higher Examination, H-I (DA PRT 172) and H-2
- (DA PRT 175) were found to yield fairly good prediction of 0CS academic

performance, but the emphasis on speed in these tests operated to the
disadvantage of older applicants. The Army General Classification Test
(AGCT), (DA PRT's 11 and 14), did not have this disadvantage. Because
it predicted OCS grades and because it was already a part of the enlisted
man's record, it was put into use for OCS selection in June 1941, with a
required Army Standard Score of 110 for eligibility. This score of 110
insured that anyone selected for OCS would be from the top third of the

- selective service input in terms of mental ability. Persons scoring above
S110 were then screened further by means of the Officer Candidate Test.

2. OC1. The Officer Candidate Test (OCT) was developed as a result
Sof a contract to The American Council on Education to construct the ArzW

Officer Training Examination (AOTE). This test, requiring over 4 hours
__ to administer, contained subtests of comprehension, expression, reasoning,

and current affairs. From analysis of results it was noted that maximum
prediction of academic course grades could be obtained by using a coambi-
nation of three of the several subtests. Two forms of the experimental
Officer Candidate Test were consequently constructed from 3 of the AOTEV subtests. The torms were of equal difficulty. Each contained 16 inter-
pretation of data items, 23 arithmetic reasoning items, and 31 reading
comprehension items. Validation of these tests yielded quite satisfactory
prediction of OCS academic performance (r = .49 to .68, average of .60) (2).
Consequently, in 1942 the OCT-i and OCT-2 were adopted for operational use.
In subsequent validation studies from 1942 to 1955, OCT-I and OCT-2 had
validity coefficients equal to those of the best college entrance exami-W -nations--.65 (6), .60 and .61 (1), .35 to .69 (10), .56 to ,80 (L4).

B. Early Leadership Selection Inifruxme Experi..nt~ien

I: ,. Ltfe distory Lftta k or0. Mental ability and academic aptitude
were not enough to insure a high quality OCS product; the problem of leader-I ship selection was singled out for study in 1941. One of the earliest
attempts to predict leadership performanrce was the development of a life

_ history data form. Entries from the Soldiers Qualification Card werecorrelated with tactical officers' evaluation in OCS. However, none of

purposes. In 1942 the National Research Council Cmittee on Classifi-
cation of Military Personnel recommended that projective measures (The
Rorschach ink-Ilot test, and the TAT) might provide fruitful leads for

IU 13



leadership prediction. Accordingly, such techniques were tried out at
the Engineer OCS, but scores on these tests bore virtually no relation-
ship to evaluation of leadership in OCS (4).

:. Activity Preference. In 1942 another attempt to develop a test
predictive of leadership produced the Preference Inventory, PL-l X-l, a
paper-and-percil test based on the hypothesis that potential leaders
could be identified by analyzing their activity preferences. This test
contained 100 groups of three types of activities, each presumably pre-
ferred by the combat leader, by the administrative leader, or by the non-
leader. The test was administered by nearly 800 officer candidates at
Engineer and Infantry Officer Candidate Schools. Analysis yielded dis-
couraging results, and the test was not considered further (2).

3. The Leadership Test. Still another approach to leadership pre-
diction was the tryout of the Leadership Test, L-I, X-1. This was a 150
item paper-and-pencil test consisting of statements expressing opinions
about leaders, leadership techniques, attributes of leaders, and situations
involving needs for leadership. The test was administered to 808 officer
candidates at Engineer and Infantry Officer Candidate Schools. Subsequent
item analysis was performed to determine how each item differentiated
among candidates in the upper, middle,. and lower groups on the basis of
leadership grades. Few of the items differentiated these leadership
groups; an experimental scoring key provided inadequate prediction of
leadership rankings in OCS (5).

II. PREDICTING OCS PERFORMANCE

Prior to 1945, OCS research was exploratory, scattered, and tended to
treat leadership in the abstract, as was typical of much leadership
research in the early 1940's. Later effort by research scientists of the
Personnel Research Branch showed a concentration on the development of
selection techniques bearing more obvious relevance to psychological
requirements of junior grade officers. The result was a research effort
which first accepted, and then sought to refine, the three types of
leadership instruments still operational today, and which examined new
types of instruments as possible adjuncts to the selection battery.

A. The OCS Selection Batey

Previous negative findings with respect to the prediction of leader-
ship emphasized the need for developing new instrwnents or techniques
for such a purpose. Among the more promising new instruments considered,
for 0CS selection purposes were those that had proved predictive of._ .. officer success in the officer retention program (_). A research pan

was formulated to adapt the officer retention instruents to the problem
of OCS selection for trout at the S'Ig Corps OCS in a pilot stlyin "



J. Pi lot Study

a. Variables. The following instruments were adapted from the
officer retention program and tried out at Ft. Monmouth:

(1) Biographical Inormation Blank (BIB, Form 1) DA PRT 400,
"a self-description questionnaire containing items covering
"a wide area of personal characterization.

(2) Standard Interview Procedures (INT) DA PRT's 358, 403,
and 413. These interview procedures operated within
well structured situations, presenting the applicant
informally with problem situations for discussion.

(3) The Military Report (OCS-I) DA PRT 534, an evaluation
of the performance of the applicant as an enlisted man,
which, in its final form as determined in the study,
included only reports by the irmediate 3uperior N0X),
confirmed by the immediate superior officer.

(4) Recommendation Blank (OCS-i) DA PRT 532, an instrument
designed to gather informatioa about the applicant from
civilian "friends of the family".

o. Results. Validity coefficients of the 4 instruments against
a "personal leadership" criterion based 3n ratings by fellow students and
tactical officers, were as follows:

Instxument r
Recommention Blank .50'

Biographical Information Blank .46

Military Report .33

Interview Blank .214

Although based on only 82 cases, these findings indicated
considerable promise for future research on the prediction of leadership,
especially in the light of previ us negative findings.

2. Ivplee7entat,on. Upon the basis of ArmW-vide studies extending
to larger and more heterogeneous groups of OCS applicants, this battery,
minus the Recoinnldt ion Blank (which failed to continue its early
promise), was adopted operationally in November 1946. Althouch succes-
sively revasw and experimented (. 12

the instrwonts of this battery have contirued to &used operTionally17F
in the general form in which origl adopted.

OINo validity efficients reported here or on the follovIng pes. vw• e
corrected for restrictio In range.
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The present battery was revised and introduced operationally in 1956.
New empirical keys derived from three previous instruments developed and
analyzed during the Korean conflict (26) were combined into the Officer
Leadership Qualification Inventory (OLi-l). This instrument had a
validity coefficient of .34, based on 1300 cases (30). To accompany the
0LI, the interview and the evaluation report were modernized and retitled
the Officer Leadersh~ip Board Interview (OLB) and the Officer Leadership
Qualification Report (OLR), respectively. There has as yet been no oppor-
tunity to validate the new battery as a whole.

Research undertaken in developing the OLI included the construction
of a special key to predict resignation from 0CS. In 1953, over 20'4f of
entering candidates were resigning in the early stages of the course.
A short scoring key of 65 items was developed through item analysis of
experimental 0.S self-description blanks on a sample oZ 1000 officer
candidates from 5 OCS's in operation in 1992. Using a 600-case validation
sample, a validity coefficient of .50 was obtained against a pass-resign
criterion. A probable reason for this high validity coefficient was that
the relationship was between self estimates and later self-initiated action,
i.e., resign from or stay in 00C. The resignation key, which is part of
the OLI, is expected to be very useful when a favorable selection ratio
justifies its use in screening potential resignees from OCS training.

B. Predicting OCS Evaluations

During 1947., a research study was conducted at branch Immaterial
School, Fort Riley, Kansas, to determine if any relationships could be
established between selection and screening tests on the one hand and
graduation-nongraduation from OCS on the other. For the second phase of
this study, intensive- a-ialysis was made of the evaluation procedures.
Attrition data analyzed for 7 classes revealed considerable variation
from class to class, both in validity of the composite and in attrition
rates. Validity coefficients ranged from r = -. 10 to r = .40. Validity
coefficients for the AGCT and OCT fluctuated similarly. Attrition varied
from 40ko to 6Yf for the 7 classes (23). For the analysis of evaluations
procedures, it was found that fellow candidate ratings were the best pre-
dictors of graduation vs. nongraduattion, and that early fellow candidate
ratings were the best predicvors of later tactical officers' evaluations.
Relationships between academic and leadership evaluations were low. The
selection battery showed higher relationship to leadership rather than to
academic criteria, but both sets of relationships were low. It was con-
cluded that the school requirements and standards were lacking in
stability, to judge by the varying attrition rates and varying efficiency
of prediction of the selection tests from class to class. Also, the
prediction of academic grades by the AG(T and OCT was atypically low,
although high validity of these two tests had been demonstrated many times
previously against similar criteria.

C. Autebierehy

An tteqpt was made in 1953 to devise a method for scoring sutobio-
graphical materials which would result in prediction of leadership



performance. Although two ecperimentsl scoring methods did show positive
correlation with leadership ratings in OCS (r =. 20), this validity was
not sufficiently high to warrant further exploitation. Because most of
the scored items were of a biographical nature, it was concludied that the
same information could be obtained more economically by incorporation of
appropriate items into self-description questionnaires'

D. Assessment Center

A study conducted jointly by PRB and HumRRO involved a proposal to
* send OCS applicants to an experimental two-week assessment center prior

to entering OCS. At the assessment centers, students were given OCS
orientation and training, And were observed and rated. A battery of
experimental tests was administered. Eventually 208 subjects were sent
to OCS, and test scores and assessment center ratings were correlated
with success in OCS. The highest validity coefficients obtained were for
rankings or success in the assessment center when the basis for observation
and the rating situations were almost identical to those in OCS. (Quite
different situations designed to tap the same personality factors were
not effective predictors.) Validity coefficients for e.perimental tests
were low, none exceeding r = .20. The operational selection battery had
lower validity coefficients than those obtained in previous studies
involving much more substantial samples (28). In terms of operational
feasibility, the use of assessment centers would have been very costly
and hence not justified in view of the small applicant rate in recent
years.

III. PREDICTING OFFICER PERFORMANCE OF OCS GRADUATES

The relationship of evaluations in training to later officer per-
formance was the subject of a number of research studies involving not
only OCS graduates, but also graduates of ROTC and of the U. S. Military
AcadeW (20, 24). In the OCS situation, principal impetus was given to
this type of analysis through the need to establish evidence concerning
the stability and relevance of OCS evaluations as a criterion for
developing OCS selection instruments.

A. Garrison Follow up Reseach

The first suwh analyses were conducted using Fort Riley data in 1949.
$ .To check on the stability of OCS evaluations in the Fort Riley study,

school evaluations were studied with respect to their ability to prelict
t later officer perforrmce measures. Officer 1Tfficiency Reports for

graduates of the first 9 classes of the Branch Iumaterial OCS who had
attended between July 1947 and November 1948 were examined. Only 594
cases for whow two qr,,q zore ciplete Officer Efficiency Reports were
available were included in the foll6iw-up. A.. •ne up wI 3r + rti er
by limiting the study to those cases for whom matched selection data were
available. This left 414 cases out of 1712 who had entered OCS initially.

-17
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The obtained validity coefficients illustrated fairly clearly that
final, peer ratings of candidates and final evaluatIons of tr -4 ical officers
were the best predictors of later performance as a Junior o0 ,.zer (.25 and
.22 respectively). Candidate ratings were slightly superior to tactical
officer evaluations, probably because the candidate ratings were made by
many observers and thus tended to be more reliable. Conduct and acadmic
grades had low but positive correlation coefficients with O3 (.14 and
.09), while physical efficiency test scores gave negligible prediction of
OE (.06).

The major follow-up study of OCS graduates in garrison duty assign-
ments was conducted in 1952 on graduates of 37 OCS classes. School evalu-
ations and Officer Efficiency Report data were obtained on approximately
500 of the 1700 graduates. These junior officers had served from 12 to
18 months' commissioned service. The results of this study were highly
similar to those obtained in the Fort Riley Branch Immaterial OCS follow-up.
Fellow candidate evaluations had highest validity coefficients for predicting
OER (.29), with tactical officers' evaluations being next best (.26). Final
academic grades correlated .10 with OR3 and physical efficiency test cor-
related -. 02 with OER.

B. Combt Follow up Reswch

In World War II, despite several proposals for combat follow-up
studies, suitable arrangements could not be made. However, during the
Korean conflict, various research teams were able to conduct testing and
evaluation sessions in front line areas. The information gained in these
studies has been invaluable in the study of bo`;h officer and enlisted
performance under fire. The development of research technology for
engaging in such studies also has been a major result.

1. Personnel Ik'esearch iBranch Studies.

a. Folloks-ut of OCS Graduates. In 1951 the Personnel Research
Branch sent a research team to Korea to obtain performance data on officers
and enlisted men in combat. Superiors' ratings were obtained on 900 company
grade officers, but the number of OCS graduates in this sample was too small
to constitute the basis for a research study. Therefore, an attempt was
made to obtain Officer Efficiency Reports rendered to cover performance of
OCS graduates while in a combat zone. School evaluatiorn and 0ER's were
obtained for 90 graduates of the Infantry Officer Candidate School. These
officers were graduates of the first five classes of the new Infantry OCS,
established in early 1951.

In this combat study it was found that, among the school evaluations
tested, fellow candidates rankings made early in 0CS correlated .26 W+ v
cxwiabat 0MR's Tt.11e tactical officer's early rnekJ7ZrL%-.f ,candld .w.t a .:

* ~ ~-A460041 iot3t ~t, - 4#INr7 -# AM MzBus T e7~ -

date rankings and final tactical officers' rankings of candidates yielded
validity coefficients of .4i and .314, respectively. Acadic grades in
0CS were unrelated to combat 03' a, with first academic and final academic
griades showing va:.idity coefficients of -. 01 and -. 05, reepcctively (•).

-18-
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For a larger sauple of "RM Infantry OCS gradates, noneCWt 01's were
obtained and correlated with OCS evaluation masures. The obtained validity
coefficients revealed the same, although lover, pattern of validity coef-
ii cients (*), thus suggesting that these leadership evalations in OCS
were probably better predictors of combat O' s than of noncombat OEJ' Is.

b. Follow-ut of USWA Graduates. Major evidence of the superi-
ority of leadership evaluations by peers and tactical officers for pre-
dicting later combat ratings was demonstrated in studies of United States
Military Acadew graduates (•, Z). A combination of ratings on potential
leadership by fellow cadets and tactical officers (Aptitude for Service
Eating) consistently showed the best prediction of officer combat effective-
ness--.50. Next in predictive efficiency were other nonacadac measures,
such as conduct, physical education grades, and physical efficiency test
scores. Grades in various academic courses showed only slight relation-
ship to combat ratings.

2. The iiunRRO Study. In a 1953 studry by the Human Resources Research
Office of combat ratings of 259 Infaxitry OCS graduates, similar results
were obtained. Correlation coefficients between OCS acadeuic grades and
combat performance were quite low. Validity coefficients for rankings by
fellow candidates completed during the 12th, 17th, and 21st weeks of OCS
were .23, .14, and .23; for rankings by OCS platoon officers, the validity
coefficients for the swe rmting periods were .24e, 920P and .18 (1).

C. Imvrtance of Pew arnd Tactica: f..Ncer Ratings

On the basis of both the U. S. Military Academy and OCS studies, it
has become apparent to the research scientists of the Personnel Research
Branch that evaluations by fellow officer trainees are the most valid pre-
dictor of later success as an officer, both in garrison and in combat
assignment. Evaluations by tactical officers are only slightl~r less valid,
but other evaluations, notably academic grades, have little bearing upon
later officer performance, either in garrison or in combat. For OCS
selection, these relative findings have this implication: that leadership
ratings by officer candidates and OCS tact .cal officers constitute the
most appropriate school standards to be predicted by a selection battery.

The above generalization appears to be better based upon findings
from the Military Academy research than upon OCS findings. It should be
pointed out, hcnever, that there was severe restriction in range in OCS
because of an ettrition rate that averaged around 50 percent. Attrition
in the Military AcadeW typically runs much lower, even over a 4-year
period. Thus a more representative validity of OCS evaluations against
later officer perforrance might actul be expected t* run close to the

~ ~'~t=,-, ~ .i ~ 4 b~a and in garrison.

... •IV. PRESENT STATUS OF OCS RESEARCH

An OCS leadership selection battery, geared to the psyc ologics•
Srequirements of officer performance, has given good prediction of OCS
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leadership evaluations which in turn have proved to be excellent predictors
of success as an. officer, both in garrison and in oombat. The current bat-
tery now also contains means whereby voluntary resignation from OCS can be
predicted with a high degree of efficiency. Research conducted at OCS has
provided so insight into the nature of officer leadership and how it cam
best be identified and evaluated. It is felt that continued improvement in
OC•S election will come about through

achieving a more empirical determination of the
requirements of. officer training and reflecting4
them in terms of objective standards of performance,,

conducting further work on motivational aspects of
officer leadership,

and exploring new techniques recently developed in
other research areas.
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